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Agenda

● Introductions
● Update on “Communications Site”
● Agency Case Study: Implementing a Merit 

Incentive Program (AHCCCS)
● Equal Pay Act Self Audit (Part 2 of ??)
● Grades, Ranges, Widths, Oh My
● Roundtable: A Variety of Topics 
● July Meeting request
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Introductions
3



Name: Greg Carmichael

Agency: ADOA

Describe the best event 
(museum/gig/play/game) you’ve ever been to?
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Communications
http://hr.az.gov/AZCompNet/AZCompNetwork.asp
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http://hr.az.gov/AZ
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Agency Case 
Study 
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Reaching across Arizona to provide comprehensive 
quality health care for those in need

Implementing a 
Merit Incentive Program

Lavonne Rosales
HR Business Consultant



Reaching across Arizona to provide comprehensive 
quality health care for those in need

3 keys to successful implementation
✓Communication
✓Centralized access

❖ Instructions, templates , forms, information

✓Established timelines
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AHCCCS has 11 divisions consisting of 1,093 employees.
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Instructions for Incentive Award Nominations (3 pages)



Reaching across Arizona to provide comprehensive 
quality health care for those in need

Instructions for Incentive Award Nominations
(Eligibility criteria based on SPS Compensation Guidelines)
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Instructions for Incentive Award Nominations
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Instructions for Incentive Award Nominations
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Instructions for Incentive Award Nominations
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Eligibility Verification & Incentive Tracking Log

• Human Resources provides each division with a tracking 
log for the incentive process.

• The division HR Business Partner is responsible for 
completing the eligibility verification process and updating 
and maintaining the log for each nominee.  

• Eligibility is based on the SPS Compensation Guidelines
• AHCCCS requirement:  Agency hire date must > 6 months.

• New employees will have to be added to the tracking
log throughout the fiscal year.  

• HR Writer Report: LMR Incentive Eligibility
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Eligibility Verification & Incentive Tracking Log
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Employee Incentive Funding Availability
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Timelines
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Nomination  Request Form
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Nomination  Request Form Eligibility Criteria
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Templates are provided for all award letters.



Questions?

If you are interested in templates, for 
information contained in this 
presentation, or have any follow-up 
questions, contact Lavonne at 
Lavonne.Rosales@azahcccs.gov or 
602.417.4589.
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mailto:Lavonne.Rosales@azahcccs.gov


Thank You.
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Equal Pay Act 
Self-Audit

(Part 2 of ?????)
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Equal Pay Act Self-Audit
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Step 1: Conduct recruitment self-audit
Step 2: Evaluate your compensation system for internal equity
Step 3: Evaluate your compensation system for industry competitiveness 
Step 4: Conduct new job evaluation system if needed
Step 5: Examine your compensation system, and compare job grades, scores 
Step 6: Review data for personnel entering your company
Step 7: Assess opportunity for employees to win commissions and bonuses
Step 8: Assess how raises are awarded 
Step 9: Evaluate training, promotion opportunities
Step 10: Implement changes where needed, maintain equity, and share your success 



Step 2: Evaluate your compensation system for internal equity
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1. Internal pay equity exists when employees perceive rewards are distributed fairly to 
those who perform similar work

2. Internal equity should equate to time in CURRENT job, not time at the State of Arizona
3. Internal equity doesn’t mean that all employees are paid the same; it means that they 

are paid fairly in relation to other staff in the same role
a. Differences may be based on education, experience, years of service, or 

responsibility level



Step 3: Evaluate your compensation system for industry competitiveness
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1. External pay competitiveness exists when employees perceive that they are being 
rewarded fairly in relation to those who perform similar work in other companies
a. Key responsibilities and goals of the jobs must be comparable to the survey role
b. Data cuts should be appropriate

2. Use established salary surveys to compare salary information in our labor market
3. Are there recruiting issues?

a. Is there DATA that validates a compensation issue?
b. Is there also a retention issue?
c. Are exit surveys utilized and acted upon?



Step 5: Examine your compensation system, and compare job grades, scores
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1. Classification reform includes a review of the job classes and the pay associated with 
each
a. This review did not use a score system, but compared KSA’s to market 
b. This review also includes the dual career path (DCP), providing a career strategy 

as part of the total rewards package offered by the State
2. Prior to implementation of this project, C/C team has the ability to assist with a review 

of market and movement to the DCP
a. Limited availability
b. Data must show need 

3. What other drivers can be reviewed if there is a recruitment/retention issue?
a. Supervisors
b. Work/Life Balance
c. Overtime Demands
d. Flexible Schedules
e. Apply Equally within Class



Practical Steps

Gather the Data
Evaluate the Data using Different Lenses
Determine Whether an Issue Exists
Develop Potential Solutions
Address the Issue
Avoid Future Complicity
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Grades, Ranges, Widths
Oh My...
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“If ADOA establishes the salary 
structure (grades, ranges, widths, 
differentials) why should I care?” 
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IT Salary Schedule conversion...
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● We are going to transition from the IT Salary Ranges back to AREG standard
○ Senior Business Analyst - S10009 - Grade 26 (Min, Market Min, Mid, Max)



Your agency may want to restrict the range?
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● Agency Practice (hypothetical example)
○ Agency will pay a 5% premium for IT Business Analysts
○ Agency wants a range 50% wide

■ Midpoint = $84,163 * 1.05 = $88,371
■ Min (use the formula shown) = $70,697
■ Max =  $106,045



Roundtable
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Demotions
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DNU_List
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Hiring Grids
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Resources
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June 26
Arizona Total Rewards Association: Lunch & Learn on Market Pricing 
www.aztotalrewards.com
$25 includes lunch

August 2
Arizona Total Rewards Association: One-Day Conference (with Compensation Track)
www.aztotalrewards.com
$180 (non-member)
$145 (member)

Registration closes at noon 
on Thursday (June 21)

http://www.aztotalrewards.com
http://www.aztotalrewards.com


Questions???
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Next Meeting
Tuesday, June 19th 1-3pm

ADOA Room 300
Registration will be via TraCor


